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AR TZCLE I 
RECOGNITION 
In accordance with the provisions of the Public Employees' Fair Employment Act (Chapter 392 of 
the Laws of 1967, Article 14 of the Civil Service Law), the Schroon Lake Central School Board of 
Education, having determined that the Schroon Lake Central School Teachers' Association does 
represent the majority of the professional teaching employees and teaching assistants, and school 
nurses in the School District, and having recognized the Association as the exclusive negotiating 
agent for all these employees of the District, does enter into this agreement between the School 
Board of Schroon Lake Central School (hereinafter referred to as the "Board") and the Schroon Lake 
Central School Teachers' Association (hereinafter referred to as the "Association"). 
ARTICLE I1 
GRIEVANCE PROCEDURE 
Section A - Declaration of Purpose 
Whereas, the establishment and maintenance of a harmonious and cooperative relationship 
between the Board of Education and its employees is essential to the operation of the schools, it is 
the purpose of this procedure to secure, at the lowest possible administrative level, equitable solu- 
tions to alleged grievances of unit members through procedures under which they may present 
grievances free from coercion, interference, restraint, discrimination or reprisal, and by which the 
Board of Education (hereinafter sometimes referred to as the Board) and SLTA unit members are 
afforded adequate opportunity to dispose of their differences without the necessity of time consum- 
ing and costly proceedings before administrative agencies andor in the courts. 
Section B -Definitions 
A Grievance: 
a. A Type I Grievance - A claim by any unit member or members in a negotiating unit 
based on any alleged violation of the terms of this agreement 
b. A Type I1 Grievance - A claim by any unit member(s) in the negotiating unit based upon 
any event or condition affecting their welfare andor terms and conditions of employ- 
ment, including, but not limited to, any claimed violation, misinterpretation, misapplica- 
tion or inequitable application of law, rules or regulation having the force of law, this 
agreement, policies, rules, bylaws, regulations, directions, orders, workrules, procedures, 
practices or customs of the Board of Education and administration. 
The term Supervisor shall mean any department chairman, principal, assistant principal, or 
other administrative or supervisory officer responsible for the area in which an alleged 
grievance arises except for the Chief Executive Officer. 
The Chief Executive Officer is the Superintendent of Schools. 
Association shall mean Schroon Lake Central School Teachers' Association. 
Agglieved Party shall mean any person or group of persons in the negotiating unit filing a 
grievance, or on whose behalf a grievance is filed. 
Party in Interest shall mean the Grievance Committee of the Association and any party 
named in a grievance who is not the aggrieved party. 
Grievance Committee is the committee created and constituted by the Schroon Lake Central 
School Teachers' Association. 
8. Hearing Officer shall mean any individual or board charged with the duty of rendering 
decisions at any stage on grievances hereunder. 
9. School Davs shall be interpreted, for the purposes of this article, to be days when the instruc- 
tional staff is required to be present. During periods when the instructional staff is not 
required to be present, and with the mutual consent of the District and the Association, 
"school days" will be interpreted to be days when the administrative offices are open for 
regular business. 
Section C - Procedures 
All grievances shall include the name and position of the aggrieved party, the identity of the 
provision of law, this agreement, policies involved in the said grievance, the time when and 
the place where the alleged events or conditions constituting the grievance existed, the 
identity of the party responsible for causing the said events or conditions, if known to the 
aggrieved party, and a general statement ofthe nature of the grievance and the redress sought 
by the aggrieved party. 
Except for informal decisions at stage lA, all decisions shall be rendered in writing at each 
step of the grievance procedure, setting forth findings of fact, conclusions and supporting 
reasons therefore. Each decisionshall be promptly transmitted to the teacher and the Associ- 
ation. 
If a grievance affects a group of unit members it may be submitted by the Association di- 
rectly at Stage 2 described below. 
The preparation and processing of grievances, insofar as practicable, shall be conducted 
during the hours of employment. All reasonable effort will be made to avoid interruption of 
classroom activity and to avoid involvement of students in any phase ofthe grievance proce- 
dure. 
The Board of Education and the Association agree to facilitate any investigation which may 
be required and to make available any and all material and relevant documents, communica- 
tions and records concerning the alleged grievance to each other. 
Except as otherwise provided in Stage 1 (9D.5.a. of this Article), an aggrieved party and any 
party in interest shall have the right at all stages of a grievance to confront and cross-examine 
all witnesses called against him, to testify and to call witnesses on his own behalf, and to be 
furnished with a copy of any minutes of the proceedings made at each and every stage of this 
grievance procedure. 
No interference, coercion, restraint, discrimination or reprisal of any kind will be taken by 
the Board or by any member of the administration against the aggrieved party, any party in 
interest, any representative, any member of the grievance committee or any other participant 
in the grievance procedure or any other person by reason of such grievance or participation 
therein. 
8. Forms for filing grievances, s e ~ n g  notices, taking appeals, and making reports and rewm- 
mendations, and other necessary documents will be jointly developed by the Board and the 
Association. The Chief Executive Officer shall then have them printed and distributed so 
as to facilitate operation of the grievance procedure. 
9. All documents, communications, and records dealing with the processing of a grievance shall 
be filed separately from the personnel files of the participants. 
10. Nothing wntained herein will be construed as limiting the right of any unit member having 
a grievance to discuss the matter informally with any appropriate member of the administra- 
tion and having the grievance informally adjusted without intervention of the Association, 
provided the adjustment is not inconsistent with the terms ofthis Agreement and the Associ- 
ation has been given an opportunity to be present at such adjustment and to state its views 
on the grievance. In the event that any grievance is adjusted without formal determination, 
pursuant to this procedure, while such adjustment shall be binding upon the aggrieved party 
and shall in all respects, be final, said adjustments shall not create a precedent or ruling 
binding upon either of the parties of this Agreement in future proceedings. 
1 1. If any provision of this grievance procedure or any application thereof to any member(s) or 
group of teachers in the negotiation unit shall be finally determined by any court to be con- 
trary to law, then such provision or application shall not be deemed valid and subsisting 
except to the extent permitted by law, but all other provisions or applications will continue 
in full force and effect. 
12. The Chief Executive Officer shall be responsible for accumulating and maintaining an 
Official Grievance Record which shall consist of the written grievance, all exhibits, tran- 
scripts, communications, minutes andlor notices of testimony, as the case may be, written 
arguments and briefs considered at all levels other than Stage 1A and all written decisions 
at all stages. Official minutes will be kept at Board expense of all proceedings in Stage 2, 
3 and 4. A copy of such minutes will be made available to the aggrieved party and the 
Grievance Committee within two days afier the conclusion ofhearings at Stages 2,3, and 4, 
and advise the appropriate hearing officer of any errors in said minutes. Any such claim of 
error in the minutes shall become a part of the Official Grievance Record and the hearing 
officer shall indicate the determination made respecting such claimed error. The Official 
Grievance Record shall be available for inspection andlor copying by the Aggrieved Party, 
the Grievance Committee and the Board but shall not be deemed a public record. 
13. The existence of the procedure hereby established shall not be deemed to require any unit 
member to pursue the remedies here provided and shall not, in any manner, impair or limit 
the right of any unit member to pursue any other remedies available in any other form. 
Section D - Time Limits 
Sinceit is important to good relationships that grievances be processed as rapidly as possible, 
every effort will be made by all parties to expedite the process. The time limits specified for 
either party may be extended only by mutual agreement. 
No written grievance will be entertained except as described below, and such grievance will 
be deemed waived unless written grievance is forwarded at the first available stage within 
thirty (30) school days after the unit member knew or should have known of the act or 
condition on which the grievance is based. 
If a decision at one stage is not appealed to the next stage of the procedure within the time 
limit specified, the grievance will be deemed to be discontinued and further appeal under this 
Agreement shall be barred. 
Failures at any stage of the grievance procedure to communicate a decision to the aggrieved 
party, his representative and the Association within the specified time limit shall permit the 
lodging of an appeal at the next stage of the procedure within the time which would have 
been allotted had the decision been communicated by the final day. 
In the event a grievance is filed on or after June 1, upon request by or on behalf of the ag- 
grieved party, the time limits set forth herein will be reduced pro-rata so that the grievance 
procedure may be exhausted prior to the end of the school term or as soon thereafter as is 
possible. 
a. Stage 1: Supervisor 
1) A unit member having a grievance will discuss it with his supervisor, either directly 
or through a representative, with the object of resolving the matter informally. The 
supervisor will confer with all parties in interest but, in arriving at his decision, will 
not consider any material or statements offered by or on behalf of any such party in 
interest with whom consultation has been had without the aggrieved party or his 
representative present. If the unit member submits the grievance through a repre- 
sentative, the teacher may be present during the discussion of the grievance. 
2) If the grievance is not resolved informally, it shall be reduced to writing and pre- 
sented to the supervisor. Within three (3) school days after written grievance is 
presented to him, the supervisor shall, without any further consultation with the 
aggrieved party or any party in interest, render a decision thereon, in writing, and 
present it to the unit member, his representative and the Association. 
b. Stage 2: Chief Executive Officer 
1) If the unit member initiating the grievance is not satisfied with the written decision 
at the conclusion ofstage 1 and wishes to proceed further under this grievanceproce- 
dure, the unit member shall, within five (5) school days, present this grievance to the 
Association's Grievance Committee for its consideration. 
2) Ifthe Grievance Committee determines that the unit member has ameritorious griev- 
ance, then it will fileawritten appeal ofthe decisionat Stage 1 with the ChiefExecu- 
tive Officer within fifteen (1 5) school days after the unit member has received such 
written decision. Copies of the written decision at Stage 1 shall be submitted with 
the appeal. 
3) Within ten (10) school days after receipt of the appeal, the Chief Executive Officer, 
or his duly authorized representative, shall hold a hearing with the unit member and 
the Grievance Committee or its representative and all other parties in interest. 
4) The Chief Executive Officer shall render a decision in writing to the unit member, 
the Grievance Committee and its representative within ten (10) school days after the 
conclusion of the hearing. 
c. Stage 3: 
1) If the unit member and the Association are not satisfied with the decision at Stage 2, 
the Grievance Committee will file an appeal in writing with the Board of Education 
within fifteen (1 5) school days after receiving the decision at Stage 2. The Official 
Grievance Record maintained by the Chief Executive Officer shall be available for 
the use of the Board of Education. 
2) Within ten (10) school days after receipt of an appeal, the Board of Education shall 
hold a hearing on the grievance. The hearing shall be conducted in executive session. 
3) Within fifteen (15) school days after conclusion ofthe hearing, the Board of Educa- 
tion shall render a decision, in writing, on the grievance. 
d. Stage 4: Arbitration 
1) After such hearing, if the unit member andor Association are not satisfied with the 
decision at Stage 3, and the Association determines that the grievance is meritorious 
and that appealing it is in the best interest of the school system, it may submit the 
grievance to arbitration by written notice to the Board of Education within fifteen 
(15) school days of the decision at Stage 3. 
2) Within five (5) school davs after such written notice of submission to arbitration. the \ ,  
Board of Education and the Association will agree upon a mutually acceptable arbi- 
trator competent in the area ofthe grievance, and will obtain a commitment from said 
arbitrator to serve. If the parties are unable to agree upon an ahitrator or to obtain 
such a commitment within the specified period, a request for a list of arbitrators will 
bemade to the Public Emolovment Relations Board or American Arbitration Associ- 
. . 
ation by either party. The p d e s  will then be bound by the rules and procedures of 
the Public Employment Relations Board orthePublicEmployment Relations Bureau 
in the selection of an arbitrator 
3) The selected arbitrator will hear the matter promptly and will issue his decision not 
later than fourteen (1 4) calendar days from the date of the close of the hearing, or, if 
oral hearings have been waived, then from the date the final statements and proofs 
are submitted to him. The arbitrator's decision will be in writing and will set forth 
his findings of fact, reasoning and conclusions on the issues. 
4) The arbitrator shall have no power or authority to make any decision which requires 
the commission of an act prohibited by law or which is violative of the terms of this 
agreement. 
5) In Type I grievances, the decisions of the arbitrator shall be binding on both parties. 
In Type 11, the recommendations of the arbitrator shall be advisory. 
6) The costs for the services of the arbitrator, including expenses, if any, will be borne 
equally by the Board of Education and the Association. 
SCHROON LAKE GRIEVANCE FORM 
1. Party Filing Grievance Date 
Name: 
Address: 
Phone: 
Represented by: 
Title: 
2. Grievance Filed Against 
The Board of Education 
Address: Phone: 
3. Cite specific contract items or other agreements, policies, or law which are alleged to have been 
violated: 
4. Give Nature of Grievance; be as specific as possible, including time and place of event causing 
grievance, identity of party responsible if known, and general statement of the nature of the 
grievance. 
5. Remedy Sought: 
GRIEVANT UNION REPRESENTATNE 
6.  Immediate Supervisor Reply: 
Date Signed 
Immediate Supervisor 
Copies to: 1) Superintendent 
2) Association President 
3) Association Grievance Committee 
4) Grievant(s) 
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ARTICLE 111 
RETIREMENT INCENTIVE COMPENSATION 
A. Upon retirement, and subject to the stipulations, limitations, and provisions of the Article, unit 
members shall be paid a benefit according to the following schedule and conditions: 
Days Sick Leave 
Accumulation 
155-180 
150-154 % 
145-149 % 
140-144 % 
135-139 % 
130-134 % 
125-129 % 
120-124 % 
115-119 % 
110-114 % 
Article 111 - Retirement Incentive 
Percent oflndividual's Final Year's Salary 
Qualifier 
A 1 1 
50% 45% 40% 35% 
47 K 42 % 37 % 32 % 
45 40 35 30 
42 % 37 % 32 % 27 % 
40 35 30 25 
37 % 32 % 27 '/z 22 % 
3 5 30 25 20 
32 % 27 % 22 % 17 K 
30 25 20 15 
27 K 22 % 17 % 12 % 
With fewer than 1 10 accumulated sick days, unit members will receive the dollar amounts below for 
each accumulative sick leave day: 
Qualifier A - B 2 F 
Amount $105 $90 $75 $60 $45 $30 
Qualifiers: A: 15 years of service or 1st year of eligibility. 
B: 16 years of service or 2nd year of eligibility. 
C: 17 years of service or 3rd year of eligibility. 
D: 18 years of service or 4th year of eligibility. 
E: 19 years of service or 5th year of eligibility. 
F: 20 years of service or 6th year of eligibility. 
B. To be eligible for this benefit upon retirement, a unit member must meet the following criteria 
and stipulations: 
I. The member must have completed at least fifteen (15) years of actual and/or credited 
full-time service in the District by the date the teacher retires. 
2. The member must have an approved retirement from the New York State Teachers Retire- 
ment System or New York State Public Employees Retirement System. 
3. The member must provide written notice to the District by the March 1 prior to the District 
fiscal year in which the teacher intends to retire. 
4. The member must retire between the first (1st) and sixth (6th) year, inclusive, of eligibility 
for retirement without an early retirement penaltyin the New York State Retirement System 
or between the fifteenth (15th) and twentieth (20th) years, inclusive, of service. 
C. For the purpose of this Article, the following limitations and definitions apply: 
No benefit will be paid to any teacher who does not meet all the eligibility requirements as 
stipulated in this Article. 
For the purpose of this Article, the "final year's salary" used in these calculations shall refer 
to the salary schedule for the school year in which the last day of actual service was per- 
formed. 
The retirement benefit will be paid the unit member in a single lump sum payment on the 
effective date of retirement; or, at the unit member's option, in two equal payments on 
December 1 of the calendar year of retirement and on the effective date of retirement. 
No benefit will be paid to a member who is not eligible for retirement in the New York State 
Retirement System on the effective date of retirement. 
No benefit will be paid to any unit member whose effective date of retirement occurs 
after the sixth (6th) year of eligibility or after twenty (20) years of service, whichever occurs 
last. 
In the event that a member is apparently eligible to receive two (2) levels of benefits, the 
member will be eligible to receive only the greater of the benefit levels. 
"Year of  eligibility" is defmed as the year in which the affected employee's effective date of 
retirement takes place in relationship to the eligibilityrequirements under New York State 
Retirement System for eligibility to receive a retirement benefit. 
ARTICLE I V  
LEA VES: 
PERSONAL ILLNESS; PERSONAL BUSINESS 
A. The duration of the following leaves may be extended at the discretion of the Board. The tern 
"day" as used in these provisions shall be understood to mean "teaching day" or "school day," 
or any day during the school calendar year the professional staff is required to give professional 
services. 
1. Personal Illness 
a. A unit member shall receive twelve (12) paid days of sick leave per year accumulative 
from year to year. This leave is to cover absence due to illness, injury, disability or 
medical and dental aooointments of the unit member or hisher nuclear family ke .  
. . - .  
spouse, child, mother, father, and siblings). No more than 180 of these days may be used 
at the time of the unit member's retirement for the retirement incentive compensation in 
Article III of this contract. No remuneration other than that provided in kicle III shall 
be provided for unused sick days. 
b. A unit member may be required to submit a written statement by hisiher doctor in the 
event of absence from work on four (4) or more consecutive school days. 
c. Sick leave for newly-appointed members will be credited following completion of one 
full day's work in the school year. Newly-hired members, beginning initial employment 
in the District after the first day of the school year, will be credited upon completion of 
one full day's work in the District with the pro-rata number of sick leave days computed 
to the nearest whole day based upon the remaining months of the school year. 
2. Bereavement Leave 
a. Five (5) days ofpaid, non-accumulative leave shall be granted as needed due to death in 
the immediate family. 
b. Immediate family is defined as husband, wife, father, mother, son, daughter, brother, 
sister, foster parent, foster child, grandparent, in-law. 
c. In the event of death of a fiiend or relative other than in the immediate family, the Super- 
intendent may, at his sole discretion, grant up to a maximum of three (3) days leave. The 
days under this subsection will be deducted from personal days. 
3. Personal Davs 
a. Four (4) days of absence, for personal reasons, with pay per year will be allowed each 
unit member upon notification. These days shall be granted when requested in writing 
two (2) or more school days in advance. In emergencies, the two (2) day advance notice 
shall be waived. 
b. The unused portion of four (4) personal days shall be accumulative to personal illness 
leave at the end of the school year. 
c. This leave cannot be taken to extend vacations or holidays (except for extenuating cir- 
cumstances when the Superintendent may grant approval) or used for gainful employ- 
ment, or for a type of leave for which provision is made in this Agreement. The basic 
intent of personal days is to enable unit members to conduct matters which cannot be 
conducted at times other than during the working day. 
4. J u w  Duty 
a. Any unit member summoned to Jury Duty shall suffer no loss ofpay or benefits from the 
District. 
5. Leaves of Absence 
a. Requests by members for leaves of absence without pay or increment shall be given due 
consideration by the Board. Lf deemed a bona fide and reasonable request, it shall be 
acted upon according to the merits of the particular case. Such leave may be granted for 
a period not to exceed one year, with additional leave granted at the discretion of the 
Board. Requests must state the expiration date of the leave of absence. 
b. Employees who wish to return early from leave may request to do so to the Board of 
Education. The decision rests solely with the Board. 
c. All benefits to which a unit member was entitled at the time hidher leave of absence 
commenced, including unused accumulated sick leave, will be restored upon hisher 
return, and helshe will be assigned to the same position hdshe held, or if that position 
is no longer in existence, to a comparable position. A unit member who returns from 
such leave will be placed on at least the same level of salary schedule helshe was on 
when the leave commenced, except that a member having served at least five (5) months 
shall be credited with a full year's service for salary step purposes. 
d. Periods of unpaid leave shall not be construed as part of the unit member's probationary 
period. 
6. Reoresentative Assembly and Other Teachers' Association Activities 
a. A representative designated by the bargaining unit may attend the NYSUT Represen- 
tativk Assembly and other ~eachers' ~ssociation activities up to a maximum of eight (8) 
days without loss ofpay, leave time, or other benefits. Notification for such paid absence 
must be made at least three (3) school days prior to the proposed absence. The District 
will pay the substitute. 
7. Visitation Davs 
a. Visitation days may be arranged by mutual agreement between the unit member and 
Superintendent to provide an opportunity for unit members to observe the work ofothers, 
both within and outside the School District, at full pay. Unit members who propose to 
use a visitation day should make such a request at least five (5) school days prior to the 
proposed visit. Following the visitation, the unit member must make a written report to 
other unit members affected and the Superintendent. 
8. Professional Days 
a. Unit members may request to attend professional improvement activities such as 
conferences, workshops, seminars, and clinics without loss of pay or benefits. Such 
requests will be made three (3) days in advance ofthe activity and will be granted at the 
sole discretion of the Superintendent. The District will determine the need for substitute 
services. 
b. Remuneration for expenses incurred by a unit member using a professional day shall be 
made only after submission of a claim form to the Superintendent, with required receipts 
or vouchers attached. Arrangements for the total amount of reimbursement will be 
decided at the time of application and approval. 
c. Each unit member shall submit a written report within ten (10) school days upon return 
&om such professional days, or shall make a presentation to faculty or other appropriate 
group as agreed between the unit member and the Superintendent. The unit memberwill 
be expected to share materials and ideas gained through the professional days with 
hisher colleagues wherever applicable. 
9. Ad Hoc Sick Leave Bank 
a. An Ad Hoc Sick Day Bank will be established to provide sick days from a pool of days 
to be voluntarily donated by faculty. It will be on an "as needed" basis. The Board of 
education will not add or match days donated to this sick bank. 
b. In the event that serious illness or disability causes a bargaining unit memberto exhaust 
hisher current grant of sickness and disability leave and all of hisher cumulative sick 
ness and disability leave, s h e  may apply to the Association President for ad hoc sick 
bank days. Although the request and Committee response may be completed in advance, 
no sick days from the bank shall be used until all of the member's sickness and disability 
leave days are actually exhausted. 
c. The request shall be made in writing to the Association President and shall state the 
reason for the request, the expected date when the member's leave days will be 
exhausted, the expected date of return, and a statement attesting to the need from a 
doctor or other licensed health care professional treating the member. 
d. The Association President shall appoint an ad hoc Committee to review the request. 
If the Committee finds the request to meet the requirements of this Agreement, they 
shall survey all bargaining unit members with the attached contribution form to be 
completed by those who voluntarily elect to contribute up to 3 days of their sickness 
and disability leave days to an ad hoc sick leave bank for the ailing member. 
e. The Committee will deliver the completed forms to the Superintendent and the 
District. 
f. The ad hoc sick banks shall then be transferred to the unit member, as needed. The 
Committee may re-survey the membership, as necessary. 
g. Any unused days remaining in the pool shall be returned to contributing members on 
a pro-rata basis. 
PERMISSION TO TRANSFER SICK LEAVE TO THE AD HOC SICK LEAVE BANK 
I hereby authorize the District to d e d u c t l g i v e  number of sick days in whole numbers) 
sick days &om my accumulated sick leave andlor current yeafs grant of sick leave for 
transfer to the Ad Hoc Sick Leave Bank. 
Signed 
Printed Name 
Date 
ARTICLE V 
MATERNITY AND CHILD-REARING LEA PES 
Leaves of absence related to pregnancy and the birth or adoption of a child shall consist of two parts. 
One, "Maternity Leave" for a bargaining unit member who is pregnant or has recently given birth, 
which shall be treated as a disability leave, and is paid leave to the extent sick leave is available to 
her pursuant to the provisions of Article N of this agreement. This leave is available for any period 
of pregnancy related disability. Two, "Child Rearing Leave," for all bargaining unit members, which 
is an unpaid leave, for the p u p s e  of caring for the bargaining unit member's new born child or 
newly adopted preschool child, at home. 
A. Maternity Leave 
1. Maternity leave is the period oftime ofthe unit member's pregnancy-related disability. Such 
leave will begin on the date the unit member is no longer physically able to work, as deter- 
mined by her physician, and will end on the date the unit member's physician determines that 
said unit member is physically able to return to work. 
2. The period of time the unit member is absent on this leave will be treated the same as the 
period of time a unit member is absent for any other physical disability. During such sick- 
ness or diability, the bargaining unit member shall, at her option, be entitled to the use of any 
accrued sick leave. 
B. Child-Rearing Leave 
Child rearing leave is an unpaid leave for the purpose of caring for the unit member's new 
born or newly adopted pre-school child. 
Child rearing leave shall be granted for a period of up to one year. Employees who are both 
the parents of the same child shall only be entitled to a combined total of one (1) year of 
child rearing leave. 
Child rearing leave shall be available to male unit members. 
No seniority, salary or fiinge benefits may accrue or be utilized by a unit member on this 
leave. However, upon retum, the unit member shall be reinstated with all seniority and 
fiinge benefits (s)he had prior to the leave. Any unit member sewing in hisher position for 
a least five (5) full months of a school year, shall be credited with a full year's sewice for 
salary step purpose. 
C. General 
Bargaining unit members requesting either leave shall give notice of the expected date of the 
commencement of the leave as soon as reasonably possible, but no later than thirty (30) days 
. . 
prior to the commencement of the leave except in cases of emergency. 
A unit member taking this leave shall be entitled to return to the member's former position 
or a similar position, if available. This will not entitle amember to return should an abolition 
of positions occur which affected the member's employment. 
Employees who wish to return early from leave may request to do so to the Board of 
Education. The decision rests solely with the Board. 
During any period of maternity leave and child rearing leave, insurance benefits shall con- 
tinue in accordance with the requirements of the Family and Medical Leave Act ("'FMLA") 
Periods of unpaid leave shall not be construed as part of the unit member's probationary 
period. 
ARTICLE VI 
SABBATICAL LEA VE 
A. A teacher becomes eligible to apply for a sabbatical after seven (7) years' service in Schroon 
Lake Central School. 
B. The Board of Education shall not be required to grant more than one ( I )  leave per school year. 
C. A teacher applying for a leave must submit hisfher application in writing by January 31 of the 
school year preceding the school year for which heishe is seeking leave. 
D. Such applications must outline the program of study or travel to be undertaken, showing the 
benefit to be derived by the applicant and thereby to the School District. 
E. The applicant must agree in writing to serve at least two (2) years in the School Lake Central 
School following hidher leave. 
F. Leaves may be granted for % of the school year at full pay or for a full school year at % pay. 
G. The criteria (in order of their weight ofconsideration) for selection of applicant(s) to be granted 
leave(s) are: Seniority in Schroon Lake Central School, benefit to Schroon Lake Central 
School, availability of qualified substitutes, benefit to individual applying, the order of applica- 
tion, and the number of previous sabbatical leaves granted the applicant. 
ARTICLE VII 
OTHER FRINGE BENEFITS 
The Board shall purchase "Tax Sheltered" annuities for employees in accordance with the 
provision of the IRS Code Section 403 (B) or Section 403@)(7) with the broker chosen 
by each employee to handle such annuities. 
All active employees who receive health insurance coverage are subject to the following 
copayments: 
Plan.Twe 2004-2005 2005-2006 2006-2007 
Single $275 $320 $380 
Family $780 $850 $1000 
This health insurance shall continue to be the BOCES-wide Health Insurance Plan 
currently in effect in 2003-2004. The Board of Education agrees to assure equal or better 
coverage, should a decision be made to change the insurance company. 
The Board will provide a "full cafeteria" or "125" plan for health insurance and related 
expenses at no additional cost to the employees. The plan will be provided by a NYSUT 
endorsed company who will send a representative to our location to explain the details 
and provisions of the plan. 
The Board shall increase their payment for health insurance coverage to full payment for 
any retired employee enrolled as of March 12, 1969 in the health insurance plan 
commencing with the July 1, 1969 coverage; as of July 1, 1976 the BOCES-wide Health 
Insurance Plan 
The Board shall pay the full coverage for the retired employee and his dependents, who 
retires after July 1, 1969 as well as any retired employee and his dependents enrolled as of 
March 12, 1969 in the health insurance plan. 
Those hired after June 30,2004 must have completed at least fifteen years of employment 
with the district to be eligible for this benefit. Unit members hired after June 30,2004 are 
responsible for signing up for medicare coverage once they are eligible and responsible 
for paying the medicare insurance premium without reimbursement kom the district. 
Each unit member participating in the BOCES-wide Health Insurance Plan will be 
responsible for paying for hisher own life insurance policy. 
All employees employed on June 30,2004 will continue to receive full health coverage, 
regardless of their status as full or part-time. All current employees will be grandfathered 
into this coverage as long as they continue to work here. All hired after June 30,2004 on 
a half-time basis or more will receive the same health care coverage as full-time 
employees hired at the same time. Those hired after June 30, 2004 on less than half-time 
basis will receive no health care coverage, but are eligible to purchase coverage at their 
expense through the district. 
Surviving spouses of active or retired unit members may continue health insurance 
coverage by reimbursing the district for their policy cost. 
ARTICLE VIII 
SALARY SCHEDULE 
A. The professional staff will be paid in accordance with the following salary schedule for the 
2004-2005 school year and the extracunicular schedule for the 2004-2005 school year. 
B. The professional staff will be paid in accordance with the following salary schedule for the 
2005-2006 school year and the extra-cumcular schedule for the 2005-2006 school year. 
C. The professional staff will be paid in accordance with the following salary schedule for 
the 2006-2007 school year and the extra-curricular schedule for the 2006-2007 school 
year. 
D. Prior service in any state-accredited district shall be awarded to a newly-hired teacher as 
follows: One (1) year of credited service for each year of non-local service, up to a limit 
of ten (10) years. Beyond ten years, additional years may be credited at the discretion of 
the Board of Education. 
E. Teachers shall receive salary credit for graduate hours upon submission of evidence of 
satisfactory completion of any graduate course work in education, psychology course(s) 
dealing with human development, andor their field of teaching. Credit for other courses 
shall be granted on a case-by-case basis on the appropriateness of the course(s) to the 
teacher's professional assignments. Upon approval of the Superintendent, credit will be 
granted for inservice courses on the basis of one (1) credit for every 15 (fifteen) 
classlcontact hours. 
F. The Guidance Counselor will be paid 11180th of hisher annual salary for each day of 
summer employment. The Guidance Counselor and the Superintendent shall mutually 
agree on the number of days to be worked during the summer. The final determination of 
the number of days shall be subject to the approval of the Board of Education. 
G. A Teacher who would be eligible to be placed on Step 22 of a salary schedule (if Step 22 
existed) shall receive $1,000 above hisher Step 21 salary for the appropriate year. 
A Teacher who would be eligible to be placed on Step 24 of a salary schedule (if Step 24 
existed) shall receive $2,000 above hisher Step 21 salary for the appropriate year. 
A Teacher who would be eligible to be placed on Step 28 of a salary schedule (if Step 28 
existed) shall receive $3,000 above hisher Step 21 salary for the appropriate year. 
A Teacher who would be eligible to be placed on Step 32 of a salary schedule (if Step 32 
existed) shall receive $4,000 above hisher Step 21 salary for the appropriate year. 
H. In order to properly budget for teachers who advance on the salary schedule between col- 
umns, the Teachers' Association will draw up and administer a survey with results tabu- 
lated by the Association President and the Superintendent showing: 
For a September 1st movement notification by January 31st of the previous year 
or forfeit the move for a full year. 
For a February 1st movement notification by January 31st of the previous year or 
forfeit the move for half a year. 
No movements shall be made other than at September or February and no retroac- 
tive payments will be allowed for column movements. 
I. The district shall pay a one-time stipend of $1,000 the first time that a teacher receives 
National Board Certification. 
ARTICLE lX 
EXTRACURRICULAR ACTIVITIES ACTIWTY SALAR Y SCHEDULE 
A. POSITION 
Varsity Basketball 
Junior Varsity Basketball 
Modified Basketball 
Varsity Soccer 
Modified Soccer 
Varsity BasebalVSoftball 
Modified BasebalVSoftball 
Golf 
Athletic Director 
Beginning 98199 school year, the duties of athletic director shall be incorporated into 
the course schedule. There shall be no extra curricular stipend while they are incorporated. 
Any person hired to coach who does not possess a coaching certificate shall be paid 75% of the 
posted salary and have that school year to obtain certification in order to receive the remaining 
25% of the posted salary. 
Timekeeper for Basketball 
Cheerleading Varsity 
Cheerleading Modified 
Advisors 
Senior Class 
Junior Class 
Sophomore Class 
Freshman Class 
Student Council (High School) 
Student Council (Middle School) 
National Honor Society 
Yearbook 
SADD 
Extracurricular Treasurer 
POSITION 2004-2005 2005-2006 2006-2007 
Drama 
Play Director 1,538 1,615 1,696 
Musical Director 1,926 2,022 2,123 
Scenery Construction 553 580 609 
Scenery Design 553 580 609 
Costumes 553 580 609 
Accompanist 719 755 793 
All teachers shall be provided an opportunity to volunteer for any position opening. If 
there are no qualified volunteers f?om the faculty, the District may consider appointing a 
non-faculty member; however, during the next school year, faculty members shall again be 
offered the opportunity to assume positions. 
Teachers who chaperone field trips in excess of three h o w  on a non-school day shall be 
naid : 
Paid additional work time excluding chaperoning, but including Special Projects approved 
by the Superintendent, shall be paid at the rate of:  
ARTICLE X 
CURRICULUM DEVELOPMENT 
A. There shall be established a curriculum committee which shall have the following make-up: 
one Board of Education member 
one Administrator 
Three teachers including at least one with elementary and one with secondary grade 
level duties 
B. The cumculun~ committee shall have the function of assisting the administration of the 
Schroon Lake Central School in planning, developing, arranging for Board of Education 
approval, the school's cuniculum. There shall be at least one report by the curriculum com- 
mittee to the Board of Education yearly. 
C. Teachers on the curriculum committee will be appointed by the President of the Schroon 
Lake Teachers' Association, and the Board member shall he appointed by the Board of Edu- 
cation at their organizational meeting in July. 
ARTICLE XI 
TEACHER E VAL CIA TZON 
A. Puruose of Teacher Evaluation 
1. The chief purpose of the evaluation of the teaching staff shall be (a) to maintain a highly 
qualified, competent staff, and @) to promote the teaching staffs continuing develop- 
ment. 
2. To further these purposes, the supervisory personnel responsible for the evaluation of 
teachers shall acknowledge the right of the teacher to: 
a. Know how well he is performing the duties and responsibilities of his position. 
b. Know the areas in which improvement is needed. 
c. Have candid appraisal of his work. 
d. Discuss his evaluation reports with his supervisor. 
e. Seek and receive supervisory assistance where needed. 
3. The administration shall provide an orientation and guidance program for all new 
teachers, to be followed up with guidance on a continuing basis throughout the proba- 
tionary period. 
4. Each new teacher shall be assigned by the Superintendent to an experienced member of 
the staff to whom the new teacher may turn for advice and guidance during the school 
year. 
5. All monitoring and observation of a teacher shall be conducted openly and with full 
knowledge of the teacher. 
B. Procedures Tor Evaluation 
1. The number of formal evaluations will vary according to the individual teacher's tenure 
status and to factors related to his growth. A teacher's request for additional lesson 
evaluations should be honored as soon as possible. 
2. Nan-tenured teachers shall be observed at least three (3) times per year with at least one 
(1) observation taking place prior to October 15 of each school year and the final observa- 
tion prior to April 15 of each school year. Tenured teachers shall be observed at least 
once each year. 
3. Each formal evaluation will be preceded by a pre-conference at which the teacher's objec- 
tives for the lesson are to be discussed. An individual teacher may waive this pre-confer- 
ence requirement by submitting a written request at the beginning of the year to the evalu- 
ator. At any time during the year, by a written notice to the evaluator, that teacher may 
rescind the waiver and return to the original terms of this contract. A formal classroom 
observation will follow and will cover a complete lesson or class period. This will be 
followed within a day if possible, but no later than five (5) school days, by a 
post-conference during which the lesson will be evaluated and the evaluation discussed. 
The written report of the observation and evaluation is to be signed by both the evaluator 
and the teacher. The teacher's signature does not indicate agreement with the evaluation. 
It only ind~cates that a conference was held and the teacher received a copy of the evalua- 
tion. The teacher may file a written comment on the observation and evaluation. This 
will be attached to the evaluation and become part of his personnel file. 
4. The form to be used in evaluations shall be developed jointly by Association representa- 
tives and the Chief School Officer. 
5. Evaluations in which there are questions concerning subject matter competency will be 
supported by subsequent formal evaluations by supervisors knowledgeable in the subject 
area. 
I. A teacher involved in any disciplinary action will not be subject to reprimand in the pres- 
ence of anyone other than the Chief School Officer, the Principal, Assistant Principal and 
the Department Chairman, except that such a teacher shall have the right at all times to be 
accompanied by Association representatives. 
2. Any report or discussion of evaluations at Board of Education meetings shall be done in 
executive sessions only. 
SCHROON LAKE CENTRAL SCHOOL 
OBSERVATION REPORT 
Teacher: 
Class: 
Date: 
(I) Does not demonstrate the behavior or skill. 
(2) Is developing the behavior or skill. 
(3) Demonstrates the behavior or skill inconsistently. 
(4) Demonstrates the behavior or skill most of the time. 
(5) Demonstrates the behavior or skill at all times (consistently). 
MANAGEMENT OF STUDENT BEHAVIOR 
( ) 1. Maintains a positive classroom environment (e.g., praises, interacts spontaneously with 
students, maintains positive rapport, etc.) 
( ) 2. Maintains classroom in accordance with the school system's code of conduct (e.g., con- 
veys rules in written or verbal form. enforces rules. etc.) 
. , 
( ) 3. Reinforcedrewards appropriate social and academic behavior in the classroom (e.g. con- 
gratuIates and acknowledges student progress, success, etc.) 
( ) 4. Prevents behavior problems by intervening early (e.g., maintains mobility in the class- 
room, interacts with students, redirects student attention to tasks, etc.) 
( ) 5. Responds to student needs in the classroom (e.g. communicates with students to maintain 
academic productivity, attends to raised hands, etc.) 
( ) 6. Maintains control of student behavior in the classroom (e.g., classroom is orderly, stu- 
dents are actively involved in learning etc.) 
( ) 7. Provides general supervision throughout the school (e.g., hallways, cafeteria, buses, 
playground, etc.) 
( ) 8. Demonstrates a positive professional attitude toward students (e.g., treats students with 
respect, remains objective and positive when dealing with the student problems, grading, 
etc.) 
( ) 9. Organizes classroom efficiently to meet educational needs of students (e.g., floor p l q  
materials, equipment, etc.) 
( )lo. Has reasonable expectations for students behavior, (e.g., accepts normal developmental 
behavior patterns, overlooks inconsequential behaviors, etc.) 
PROFESSIONALLY RELATED 
( ) 11. Takes part in professionally-related activities (e.g., PTA, faculty meetings, parent 
conferences, inservice meetings, IEP meeting, etc.) 
( ) 12. Maintains professional behavior (e.g., professional interaction with students, confidential- 
ity, professional ethics, etc.) 
( ) 13. Performs necessary clerical responsibilities (e.g., attendance records, lesson plans, report 
cards, IEP writing activities, lunch money, etc.) 
( ) 14. Is in attendance and prompt 
( ) 15. Reports student performance effectively to family or guardians (e.g., report cards, written 
reports, parent conference, etc.) 
( ) 16. Maintains positive professional interactions with other educational personnel (e.g., coop- 
erates, shares information, works a s  a team member, etc.) 
( ) 17. Is able to solve professional-related problems independently (e.g., student-related, peer- 
related, equipmentkupply-related, physical plant, other personnel, etc.). 
( ) 18. Accepts evaluation and redirection and makes necessary changes or adjustments 
( ) 19. Accepts change in a positive professional manner (e.g., implements new programs and 
policies, is willing to accept decisions made by others, etc.) 
( ) 20. Remains current in the educational field through course work, inservice activities, profes- 
sional literature, conferences, workshops, etc. 
( ) 21. Follows school system's policies and procedures 
INSTRUCTIONAL 
( ) 22. Individualizes instruction for students with varying abilities (i.e., students with learning 
or behavior problems or those who are gifted and talented). 
( )  23. Maintains student attention (e.g., involves students in instructional activities by calling on 
them, encourages participation, uses motivational techniques, etc.) 
( ) 24. Uses a variety of assessment techniques when evaluating learning or skill development 
(e.g., written, verbal, performance-based, criterion-referenced, etc). 
( ) 25. Designs assessment techniques to measure student knowledge or skills related directly to 
cuniculum goals and objectives. 
( ) 26. Calls attention to the needs of students with learning or behavior problems (e.g., 
communicates with parents and administrators, seeks help, makes referrals, acts as a re- 
source for parents, etc). 
( ) 27. Provides additional time beyond the regular schedule for students in need of assistance. 
( ) 28. Demonstrates appropriate academic planning (e.g., develops plans in advance of 
scheduled activities, plans activities that reflect goals and objectives, carries out and fol- 
lows the planned instructional routine, etc.) 
( ) 29. Is able to deliver directions, explanations, and instructional content in a manner under. 
stood by students. 
( ) 30. Demonstrates knowledge of subject area@) through instructional practices 
( ) 31. Prepares in advance for substitute teacher ( e g ,  lesson plans, student assignments, class- 
room activities, etc.) 
( ) 32. Makes use of school-related resources (e.g., other teachers, counselors, admi~~tratoI'S, 
consultants, etc.) 
( ) 33. Uses assessment information to provide students with feedback which is corrective and 
informative. 
( ) 34. Facilitates student learning by supplementing regular curriculum materials with a variety 
of instructional materials and activities (e.g., media, field trips, demonstrations, related 
materials, etc.) 
( ) 35. Is objective and consistent in student evaluation (e.g., quizzes, tests, reporting grades, 
etc.) 
ARTICLE XII 
PERSONNEL FILE POLICIES 
A. All data, both positive and negative, maintained by the District or individual members of the 
bargaining unit relative to employment, promotion, discipline, evaluation, and all other 
job-related matters--exclusive of confidential references and communications received in 
connection with the initial employment--shall be placed in a single file and maintained in the 
central office. 
B. A unit member shall have the right to inspect, copy, photocopy or photograph the contents of 
his file at any time during business hours. He shall be entitled to have a personally selected 
representative accompany him during such review. 
C. Upon receipt of a written request, the unit member shall be furnished with a reproduction of 
any material fiom his file. 
D. No material shall be filed or maintained unless the unit member has had an opportunity to 
examine the material. Material which is not job-related should be omitted. The unit member 
must affix his signature on the actual copy to be kept with the express understanding that 
such signature merely signifies that he has examined the material; such signature does not 
necessarily indicate agreement with the material. Any material determined to be unjustified 
or inaccurate shall be removed in the same manner described in Item K. 
E. A unit member shall have the right to rebut, explain and comment upon any material in his 
file and such statement shall be appended to the appropriate item(s) in the file. 
F. Before the record of any complaint by a parent or by a student is placed in the unit member's 
personnel file, the unit member shall be afforded an opportunity to confiont the complainant 
and to reply to the same, and no derogatory memorandum, letter, or report of a complaint 
shall be placed in the teacher's file without the teacher's knowledge and without affording the 
teacher an opportunity to make a written statement of defense or explanation to be attached 
thereto without approval of the Board of Education. 
G. If items implied in F can be resolved by all concerned and colsections made, these incidents 
need not be entered into the file. 
H. Only material properly filed in accordance with the article and any other contract provisions 
shall be used in any action taken to reprimand, reduce in rank, discipline. dismiss or other- 
wise deprive a teacher of any professional advantage. 
1. No material in the file shall be forwarded to any agency, organization, prospective employer 
or any other party without the express written consent of the member and administration. 
J. Concerned parties should have the right to submit positive statements concerning teaching 
activities. 
K. Derogatorymaterials may be removed in the following manner: 
1. Agreement of the parties involved to eliminate the materials. 
2. If parties cannot agree, then matters can be resolved according to the grievance procedure 
as cited in Article LI. 
ARTICLE XZII 
APPOINTMENT, DISMISSAL 
AND PROFESSIONAL STANDARDS 
A. A third-year unit member who is eligible for tenure shall be notified of this appointment by 
the regular Board of Education meeting in November if tenure period starts the second se- 
mester, or the regular Board of Education meeting m April if tenure periods starts in Septem- 
ber. Any non-tenured unit member who shall be recommended for termination of employ- 
ment may request from the Board a written statement showing reason for such dismissal. 
B. A non-tenured unit member who is not to be recommended for employment the following 
year shall be notified of same at least thirty (30) days prior to the Board meeting at which 
such recommendation is to be considered and the date of the Board meeting at which it is to 
be considered, said meeting to be scheduled no later than May 15. 
C. When a vacancy occurs, all members of the bargaining unit holding appropriate certification 
shall be notified by means of a general memorandum addressed to all personnel, prior to 
public posting of the vacancy, and shall have the right to be a candidate for the position if 
certified. 
D. Any unit member whose position may be reduced or eliminated in the Board of Education's 
fmst adopted budget shall be notified in writing no later than March 1 .  Unit members whose 
positions may be reduced or eliminated as a result of the budget vote process shall be notified 
in writing within three school days of the budget defeat. 
ARTICLE XIV 
OTHER PROPOSALS 
A. Should it appear to either the Schroon Lake Central School Board or the Schroon Lake Cen- 
tral School Teachers' Association that these Articles of Agreement are in need of adjustment 
or amendment, at the request of either party a study group shall be formed to consist of the 
Negotiating Committee of the Schroon Lake Central School Teachers' Association and desig- 
nated representatives of the School Board to seek and devise means of adjusting these matters 
to the satisfaction of both parties. 
ARTICLE XV 
COMPLIANCE WITH TITLE IX 
OF THE FEDERAL EDUCATION AMENDMENT OF 1972 
A. The Schroon Lake Central School District, Schroon Lake, N.Y. does not discriminate on the 
basis of sex in the educational programs or activities which it operates, and it is required by 
Title IX of the Educational Amendments of 1972 not to discriminate in such a manner. This 
policy of non-discrimination includes the following areas: Recruitment and appointment of 
employees, employment pay and benefits, counseling services for students, access by students 
to educational programs, course offerings and student activities. 
ARTICLE XVI 
MAINTENANCE OF STANDARDS AND POLICIES 
A. On terms and conditions of employment not covered by this Agreement, the School District 
will not adopt or change any policy which affects wages, hours, or other terms andor condi- 
tions of employment of any of the employees in the unit represented by the local unless it 
shall first notify in writing the local of the proposed change. The local shall then have the 
right to negotiate such items with the School District by indicating a desire to do so within 
ten (10) school days of the date of receipt of notice of said proposed changes. 
B. No work presently performed by members of the bargaining unit shall be performed by any 
non-members of the unit or subcontracted to any other party without the express written con- 
sent of the Association. 
C. No member of the bargaining unit shall suffer loss of employment, or be reprimanded, disci- 
plined, reduced in rank or compensation, suspended or denied any professional advantage 
without just cause. 
ARTICLE XVII 
SCHOOL DAY 
A. On days when he or she has no special assignment, each teacher is expected to be at his or her 
assigned station for supervision of students by 8:05 a.m. 
B. The student day shall run until 2:55 p.m. Each teacher is expected to remain on school 
grounds until the last regular school bus leaves. 
C. Special assignments are considered to be detention assignments, committee assignments, fac- 
ulty meetings. etc. 
D. No unit member shall leave the school during the school day, exclusive of the lunch period, 
unless approved by the Superintendent or designee. Any suspected abuse of the foregoing 
will be brought to the attention of the teacher and the President of the Association by the 
Superintendent. 
ARTICLE XVIII 
TEACHING ASSISTANT SALAR Y 
A. In order to compensate the teaching assistant beyond the minimum certification the district 
shall pay an additional $1000.00 to the yearly salary, at each step 
for teacher assistant with a bachelors +15 or more graduate credits. 
B. Job Descri~tion 
1. Description: A teaching assistant is appointed by a board of education to provide, under 
the general supervision of a licensed or certified teacher, direct instruction- 
al service to students. 
2. Duties: Teaching assistants assist teachers by performing such duties as: 
a. working with individual pupils or groups of pupils on special instructional projects; 
b. providing the teacher with information about pupils which will assist the teacher in 
the development of appropriate learning experiences; 
c. assisting pupils in the use of available instructional resources, and assisting in the de- 
velopment of instructional materials; 
d. utilizing their own special skills and abilities by assisting in instructional programs in 
such areas as: foreign languages, arts, crafts, music, and similar subjects; and devel- 
opmentally disabled; and 
e. assisting in related instructional work as required. 
ARTICLE XlX 
SA VZNGS CLA USE 
If any provision of this Agreement or any application of the Agreement shall be found 
contrary to law, then such provision or application shall be deemed invalid except to the 
extent permitted by law. All other provisions or application shall continue in full force. 
NOTICE 
"IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISIONS OF THIS 
AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS IMPLEMENTATION 
BY AMENDMENT OF LAW OR BY PROVIDING THE ADDITIONAL FUNDS 
THEREFORE, SHALL NOT BECOME EFFECTIVE UNTIL THE APPROPRIATE LEGISLA- 
TIVE BODY HAS GIVEN APPROVAL." 
Civil Service Law 
Article 14. Section 204.a 
ARTICLE XX 
DURATION AND AUTHORIZATION OF THE AGREEMENT 
from July. 1,2004 through June 30,2007 
A. The below signatures for the Board of Education and the Association designate approval 
for the preceding andlor terms and conditions of this contract. 
B. It is agreed by and between the Parties that this contract supersedes any previous 
negotiated agreement and shall be effective fiom July 1,2004 through 
June 30,2007, and may be changed only by the mutual consent of the Parties, in writing. 
' DATE 
ASSOCIATION P 
